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Abstract 
Due to demographic changes in society and the labor market in the European Union in the future there is expectation of major 
shortage of managers and specialists in certain professions. Therefore it will be necessary focus not only on the potential of 
young talents, but also categories of aging employees, which have lately been considered unpromising. Ability to retain workers 
in employment, to enhance sustainable performance and manage generational mix of staff requires a cultural change as well as 
changing practices of human resource management. It has requires to approach to managing holistically, but also individually. 
The solution to this problem is human resource management oriented on life phases that will provide employees throughout their 
working life with interesting and challenging work and therefore maintain their engagement and committed. The paper contains 
identification of human resources management practices and a policy oriented on life stages and analyzes the readiness of Slovak 
companies to meet this challenge of their application. 
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1. Introduction 
The labor market is significantly determined by social and demographic change, which must be reacted at 
flexibly, which causes high demands on the managements of enterprises. In this area, the most significant current 
influence is aging and a fundamental change in social ties. The age structure of employees changes significantly. 
Since the state prolonged periods of obligatory working activity by postponing the retirement age, employees will 
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have be productive on the labor market much longer than in the past. This contrasts with the current trend, when a 
talented, efficient and flexible are considered exclusively young employees. The challenge for employers becomes to 
use the potential of different categories of employees symbiosis at the workplace. On the one hand, HR leaders need 
to attract and retain young talent, but on the other hand there is the challenge to ensure their long-term utilization by 
systems work-life balance. 
The aging population causes appreciable consequences for businesses, but it also shows a significant change 
between the phenomenon of "young and old". The remarkable change in the age structure of job candidates is 
expected to happen on the German labor market in the years 2017 to 2024 hitting in particular the sector of 
information and telecommunications technologies. The role of human resources management departments is to be 
aware and respond adequately. Meanwhile the responsibility for the adoption and implementation of measures to 
tackle the impact of demographic impact on enterprises is the primary on human resources management 
departments, but solutions are not able to be enforced in isolation. Foundation of successful management of outlined 
the problem lies with the departments of HRM and their orientation towards business and the ability to understand 
the process beyond their own functional area. The role of the HRM is not only creating ideas and solutions to 
propose, but communicating their policies in appropriate manner to enforcement. The necessary interdisciplinary 
approach is a guarantee that the proposed measures will also implement and manage efficiently. 
According to estimates by researchers in 2030 will miss out on the labor market 6.5 million candidates, it will be 
necessary to keep older workers in employment longer (Rump, J. and Eilers, S, 2015). As the result of employing 
people of a higher age (in studies appears limit from 65 to 67 years), the age structure changes and it will become 
much less homogeneous as we know it today. Representation of diverse age groups in conjunction with the overall 
diversity of employees in terms of other criteria (such as gender and cultural diversity) will force companies to adapt 
the policies of human resources management and this situation will result in the introduction of features of diversity 
management into management systems of organizations. Employers, who want to utilize the potential of employees 
in a longer period, will be forced to come up with new models of work that will be attractive to both parties. This 
will increase the attractiveness of the company as an employer in the labor market and make accessible the wider 
talent pool. Adoption of relevant measures within the management of human resources management system is 
possible only if employers recognize the changed needs of their employees. This allows them to identify the link 
between the employees’ aspirations and their potential to performance.  
2. Material and methods 
The paper contains identification of relevant characteristics of generationally diverse employees relevant to their 
organizational behaviour. Ability to retain workers in employment, to enhance sustainable performance and manage 
generational mix of staff requires a cultural change as well as changing practices of human resource management. It 
has requires to approach to managing holistically, but also individually. Therefore, within the paper, there is the life-
phase oriented HRM explored as a relevant concept. Further on, based on research results, the paper examines the 
readiness of HRM systems in Slovak organizations to such challenges in the framework of European labour market.  
The situation in human resource management practice in Slovak organization has been monitored at annual basis, 
realized within the framework of an international  research network CRANET (The Cranfield Nework), coordinated 
by the Cranfield School of Management. Researching the extent to which organizations are ready to cope with 
European labor market challenges, has been assigned within the framework of the research project VEGA (Project 
framework of Ministry of Education and Slovak Academy of Science no. 1/0842/13) -Labor flexibility as collateral 
security for employees and organizations in the context of the Lisbon 2020 Strategy and the Europe 2020. The 
survey conducted in 2014 has delivered the dataset of 167 responding organizations.. 
2.1. Generational diversity and its influence upon HRM 
From a demographic perspective, we can identify four generations of employees of working age. Each of these 
generations has special characteristics that affect staffing strategies, methods and procedures, and effectiveness. 
Whereas, in future, companies will be more fully employ heterogeneous work teams, consisting of almost all 
generations, the challenge for human resource management is to create a creative and friendly environment for 
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employees of all generations. Different organizational behaviours based in generational diversity are in the table 
below (table 1) (Blštáková and Joniakova, 2015). 
 
Table 1. Organizational behaviour of different generations of employees. 
Traditionalists, born in between 1909 - 1945 
For these employees it is typical hard working attitude, dedication and modesty. In general, they prefer formalization of power, 
authoritarian approach and general formalism to informal approach. They are not comfortable with forms of electronic 
communication remarkably preferring personal contact considered to be unmistakable. Effectively HRM applied to this generation of 
employees will be required to apply the principle of seniority, treatment with respect and dignity, appreciation of the experience and 
seniority. The focus of communication should remain in the form of personal contact. Communication should contain a lot of active 
listening and questioning. Given the demand for computer literacy arising from the nature of the current technology-intensive 
environments HRM needs to create for this generation options to handle the pressure, and acquire the skills requirements of the 
contemporary era. 
Baby-boomers, born in between 1946-1964 
This generation of employees is characteristic by an emphasis on success, personal development and professional growth. They are 
open to change, competitive, demanding od others, but also of themselves, they can be disciplined and organized. They are good team 
players; open to option, other views and perspectives. Their energy is spent as long-term investments; they have plans for the future. 
They might be engaged to work, if they understand its value, which does not need to be immediately personally beneficial. Human 
Resources Management of this generation should focus on demonstrating care, frequent recognition and creating a space for 
expression of the improvement and continuous professional development. The communication at the level of partnership is very 
important. These employees do not require the certainty of a formal power, but rather predisposed to recognize and follow natural 
authority. Suitable tools should be designed on the principles of incitement by intrinsic motivation 
Employees born in between 1965-1980 
Entrepreneurial talent is characteristic for this generation of employees. They are technologically savvy, creative and open to be 
challenged. They are good at finding new ways and identifying new opportunities. They are rather uncomfortable with monotony at 
work and prefer proper extent of formalism. They are able to deep engagement in the case strategies are communicated and the get 
identified with them. They can be enthusiastic, commitment to the job and are able to fulfill several different roles simultaneously. 
Team organization of work suits them. They put emphasis on the quality of personal life. Relying on technology they are proficient in 
working with them, and they know their effective use to increase the efficiency of work assignments. Designing the practices to 
manage this generation HRM should focus on ensuring the harmony of private and professional life, creating space for their self-
realization. Communication should be straightforward, supported by means of information and communication technologies. 
Furthermore, it is appropriate to provide for them creative work environment to remove barriers with the pillars of traditions, lighten 
labor relations from formalism and support focusing on the purpose, rather than the path. 
Millennials born in between 1981˗1994. 
Millennials are employees who grew up in a time of rapid expansion of engineering and technology. They are able to learn quickly, 
are hooked on technologies, they are a self-reliant and autonomy they prefer. They can be characterized as diverse, but also cultural 
and in general diversity sensitive. They would use and prefer communication without formalism, direct and open. They have 
entrepreneurial spirit, creativity, being fast and smart. Their value system is primarily based on the own benefit. They are not willing 
to (able to) focus on faraway future and perceive the consequences of their actions in the short term. It is typical for them the self-
focus in presence (I, here and now). HRM applied on this generation requires an individualistic approach, focus on talent 
development and exploitation of potential. There are very important management processes, the success of which is highly probable, 
the purpose of which is clear and visible in the short term. Any collective and mass education is doomed to failure. The most suitable 
are individual forms of development, such as coaching and mentoring. It is possible to expect exceptional results, but these need to be 
reward in an exceptional way. Performance management resides in desirable systematic feedback, spread of positive energy, and 
maximization IT support of performance. Due to the strong dependence on IT technology it is good to pay attention to the 
development of "soft" skills of this generation of employees, which appears as they Achilles heel.  
 
Based on the above characteristics we may determine areas, where HR specialists should adapt personnel policy 
in accordance with the specificities of different generations. Generationally heterogeneous work teams require more 
apprehensive approach designing HR policies.  On the other hand this provides opportunities for complementarity, 
enrichment and ultimately the utilization of the diversity potential, which is a catalyst for creativity (Lloyd, 2007). 
Seniors today capable of more productivity compared to the past, better health and mental condition, but also a 
higher standard of expectations. And yet they are regarded by employers mainly for non-perspective.  Even 
employees themselves do not count on the possibility of longer-term employment in old age. According to data from 
research studies BAuA (Bundesanstalt für Arbeitschutz and Arbeitmedizin), conducted on a sample of 20,000 
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respondents , only every fourth employee counts on the possibility for real employment until the statutory retirement 
age (Sattler, 2015).  
2.2. Human resources management focused on employee life phases 
Implementation of proper HRM practices, providing enterprises with qualified employees and their proper 
utilization even in times of a gap on the labor market implies close cooperation of HR departments, senior 
managements and line managements. The condition is setting the structure and content of the HRM system at all 
levels so that their immediate superiors may effectively use for managing and developing employees. Since the 
problem of insufficiency relates mainly to skilled employees, a key concept within HRM is talent management. As 
the consequence of increasing complexity of the work and speeding the work processes in recent years there has 
enormously increased the pressure on the employees of many kinds. As one of the reflecting concept there has been 
defined the health management, which is currently used on the German labor market more than two thirds of 
enterprises as an important tool in attracting and stabilization of employees. Its importance in the evaluation of 
business increased from 52% in 2007 to 73% in 2012 (Schmitt, 2013). In the future, there is also anticipated an 
increase in the importance of human resources planning, which is at present in many companies underestimated 
HRM function. At a time when labor supply exceeds the demand, many enterprises allow HR planning 
underestimation and react operatively on purpose. Their plans are reduced solely to the plans of number and 
structure of the workforce and are abandoning broader perspective in form of employee development plans. This 
approach jeopardizes future competitiveness and successful companies will be forced to strengthen the role of 
personnel planning in relation to the central strategic planning as well as broaden the scope of HR plan in all relevant 
functions of human resource management. McKinsey suggests specific tools to be adjusted to managing generational 
diversity in accordance to the size of an organization (McKinsey, 2013). 
 
Table 2. Specific tools to handle demographic changes in organizations based on their size. 
 Corporations SMEs Public sector 
Talent management XX XXX XXX 
Focus on employees’ loyalty XX XXX XXX 
Employing foreigners XXX XX X 
Partnerships and consortiums exceeding the boarders of 
industry 
XX XXX XXX 
Increase of productivity and consequent degrees of number 
of employees 
X XX XXX 
Outsourcing X XXX XXX 
Offshoring XX XX - 
Focusing on key processes  X X XX 
Using state support XXX XX X 
 
One of the solutions is better utilization of the potential of older workers (this category is classified employees 
over 55 years). Researching measurer which may be helpful to enterprises has driven attention of both the theorists, 
as well as the businesses. There appear even opinions suggesting introduction of mandatory quotas for the 
employment of employees aged over 60 years. Likely the European Union currently enforced quota for the 
employment of women in management positions is their intention to promote a healthy diversity. Application of any 
quotas of any kind means forced diversity, which supports only a selected group of employees and therefore raises 
controversy reactions. The change in the attitude to employing of diverse employees requires intensive sensibility of 
all involved parties and is conditioned by cultural change. More appropriate way to promote long-term employment 
and exploit the potential of employees is HRM oriented onto human life phases. This guarantees individual approach 
and support to any employee in accordance with hers/his actual needs. The high individualization of the approach to 
employees increases their job satisfaction, motivation and desire to learn, strengthens loyalty to the employer and 
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employee identification and also increases the attractiveness of the company as an employer (Da Silva, 2012). 
Realized research carried out in this field is focused on the analysis of the various life phases of employees and 
their synchronization with career phases and the corresponding HR practice that can be at different life phases. By 
highly individualistic approach the holistic approach considers all the relevant aspects. Every employee goes through 
various phases, such as marriage, parenthood, care of parents or assistance to dependent family members, illness, 
partner's working situation, social contacts and networks, develop hobbies, voluntary education, a second job and so 
on. These stages demand non-working engagement, in different forms and extant. They are more or less independent 
when it comes to employee's age and also from the phase of career path. Many of them occur simultaneously or 
repeatedly. 
In addition to the life phases in the selection in the HRM system design the individual approach to employees also 
needs to take into account the career phase of the employee. It plays a major role, whether the employee is just 
starting employment in the company, is in the adaptation process, takes over management responsibilities, or is sent 
abroad, or is preparing to leave. These stages are also not entirely dependent on the employee’s age, as well as may 
not take place in chronological order, can be repeated and so on. But there is no generally applicable scheme, where 
career stages and life phases of employees would develop typically so that universal scheme could be applied. On 
the contrary, there is need of highly individual approach depending on what combination of life and career phase 
employees are present at. This allows employers to enable employees work during their entire working life at 
interesting and challenging work. The aim is optimize employee’s performance by individual support.  
Thus, which tools of HRM system focused on life stages employee are relevant and useful? Substance of such an 
approach is building a corresponding corporate culture and the role of managers in the whole process. Developing a 
corporate culture in the direction of sensitization to diversity and its support in creating a business environment in 
which the specific tools can be implemented appropriately. The key element is then managers at different levels of 
corporate governance, who act as multipliers of the process (Sattler, 2015). If they are able to understand and take 
into account the individual life situation of their subordinates and subsequently adopt flexible, yet highly 
individualized solutions, they are the element which most directly affects the success of such an approach. Direct 
superiors are in fact in direct contact with their employees, therefore, they are the most capable and most sensitive 
perceive their current needs and propose solutions naturally oriented towards improving employees’ performance 
while accepting his/her situation. It is natural that the building of such an approach is not a short-term challenge. 
Encouraging managers to change their behavior and develop the necessary skills is part of shaping corporate culture 
and thus long-term process. Particularly important in the promotion of human resources focused onto the life stages 
of an employee is building the climate of trust along with active use of feedback 
Some of the HRM tools are general, not adjusted in any special way. However, they are applied focusing on 
individual commitment in relation to the needs of a particular employee, not depending on the position within 
organizational structure. For example flexible working arrangements, different kinds of counseling, coaching or the 
use of evaluation interviews to provide employee with the feedback. These are then complemented by specific 
instruments, suitable for different life and career stages such as seminars and workshops in case of preparation to 
terminating an employee’s career path. In the case of older employees it is appropriate to apply the modification of 
job, organizational and ergonomic to fit the health claims of these employees. It is possible to choose between two 
approaches, one of which the employee performs at any work and the initial adjustment applies only to the working 
conditions. The other approach suggests adjusting job description as well as working conditions. It is also 
appropriate to provide older employees with more personal space through the organization of working time and 
working regime.  
One of issues is employee development and training from which older workers are in practice almost always 
excluded. According to the results of the "Adult Education Survey 2014" conducted by the German Ministry for 
Education and Research number of older workers attending any training in the previous two years has declined. Its 
growth showed only those training activities that were self-funded by employees and completed at leisure time. The 
importance of education older workers for their employablility has been proven in many research studies.  Several 
confirmed employees involved in education are more likely to be employed in the year after passing and extend 
retirement age (Sattler, 2015). Typical example of this approach in practice is the best employer on the German labor 
market in 2015, Janssen - Cilag, which organizes for employees with over 25 years of experience annual on-the-job 
development programs, where trainees practice on projects within individually chosen topics. The aim of the 
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program is by HR manager F. Zils to motivate older talents that still have a perspective of 10-15 years of work for 
the company. Zils said that in the early days of the organization "Silverpreuner- program," its authors have had 
considerable concern, but in practice they have experienced positive response, as evidenced by annual interest of 
employees to participate. 
For older employees there are also attractive personally designed career paths, or specialists’ trails. They can be 
properly utilized at the positions of coaches, mentors, trainers and consultants. By building an internal guidance 
system, organizations can also bring cost savings and allow multiplier effect. Through this win-win strategy older 
employees experience appreciation and recognition of their work expertise while contributing to the development of 
the company. At the same time there is also the transfer and protection of knowledge in the company. A research 
study by the Institute for Employment of 2015, examined the perception of this issue from employees’ point of view. 
The survey has focused on the difference between the perceptions of employees on the use of tools of HR 
management-oriented life stages and realities in German companies. Results of the study pointed to the still 
relatively substantial gap between the expectations of employees and the actual implementation of this approach in 
practice. The application of particular tools compared to expectations of employees shows table 3 (Institut für 
Beschäftigung und Employability, 2015).  
 
Table 3. Comparison of employees’ expectations in application of Life-phases oriented HRM and the reality. 
 expected real 
Part time working contracts 60% 33,5% 
Individual time regimes 85% 27,7% 
Reduction of overtimes 79% 65% 
More frequent breaks at work 65,8% 30% 
Knowledge transfer (couching, mentoring) 78,7% 46% 
Jobsharing 60% 21% 
Time accounts 43% 27,4% 
3. Results and discussion 
The research results have shown that organizations tend to apply to human resources management strategic 
approach. Only 16% of them have stated not having staffing strategy, while more than half of them (57%) have 
processed the strategy in writing. One third (33%) of the organizations declared that human resources strategy is 
closely linked with the corporate strategy, where HR managers are involved into the whole process of its creation. 
However, when it comes to handling the diversity the situation is reversed. Almost half of companies (47%) stated 
that the management of diversity in any form does not address the diversity. The codes and rules for handling it have 
had processed only 27% of companies. Based on these findings we may conclude the issue of diversity management 
is not considered one of the key issues on our labor market, but part of business it nonetheless begins to work 
systematically to meet the challenge.  
In the survey, we also searched which groups of employees within the diversity management are primarily 
devoted to by HRM, by development of programs. The diversity management mostly focuses on younger workers up 
to 25 years (these are managed by special approach in nearly half of organizations) the least attention is paid to 
minority groups which are within HRM dealt with separately in only 7% of companies. Managing older workers as 
the disadvantaged group is being approached by adjusted programs in only 20% of companies, which confirms the 
above presented trends in the labor market emphasizing the focus on mainly young employees, in which companies 
see great potential and provide them with increased care and support within talent management. 
 
Table 4. Programs for minority employees in Slovak organizations – research results. 
Categories of employees % relative number of organizations with diversity programs in 
HRM system 
Younger than 25 years 45% 
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Women after maternity leave 38% 
Women 23% 
Older employees 20% 
Disabled employees 18% 
Employees with decreased ability to work 14% 
Minorities 7% 
 
Human resources management focused on life stages of an employee requires individualized use of managerial 
tools in HRM system, whereby implementation depends on a key role of immediate supervisor of the employee. 
Compared to the past organizations in Slovakia nowadays provide significantly more space for line managers 
involvement into human resources management practice. The most significant involvement is into the pay schemes 
or reward systems, where 41% of organizations stated line manager as primarily responsible for these decisions. 
Then it is employee deployment (34% of organizations involve line managers). Also quite significant share of their 
decisions are considered in education and development (24%) and recruitment and selection of employees (23%). 
The fact that the line managers are becoming major players in human resource management creates space and a 
suitable environment for selection of individually adjusted HRM tools to reflect current needs of their employees. 
These tendencies, however, are demanding on line managers’ social skills. Managers in Slovakia are still preferred 
to dispose of general management skills, leadership and professional excellence.  The importance of social and 
communicative competence, cultural empathy and openness to other ways of thinking increases, which can be 
considered positive development, because it creates room for acceptance, support and use of diversity of individual 
employees in favor of performance of the whole organization.  
 
Table 5. Criterions primarily taken into account by selecting for managerial positions – research results. 
General managerial skills 81% 
Leadership skills 57% 
Flexibility 54% 
Communication competence 53% 
Language skills 50% 
Professional excellence 41% 
Ethics, honesty 40% 
Will to long-life education 34% 
Social competence 33% 
Open minded 30% 
Self-confidence 24% 
Cultural empathy 18% 
 
The aim of HRM oriented onto employees’ life-phases is to increase the commitment and performance of 
employees, stabilize them in the organization by providing attractive and interesting work content throughout the 
working life of the employee. Prerequisite for its use is therefore also a career management, which provides 
employees with work involvement in long perspective. However, career management is one of the functions of 
HRM systems in Slovak organizations, which lack sufficient establishment. More than half of organizations (54%) 
stated that career path management is not dealt with in the context of HRM. Career planning programs for managers 
are formulated by approximately one third of organizations, one quarter of the sample stated career planning present 
for category of specialists, while in the category of administrative and clerical employees and workers it is only 17% 
of the sample. As career management tools, there are primarily used engagement, teamwork, training in the 
workplace, rotation, including gaining international work experience, coaching, mentoring and e-learning. Likewise, 
the activities related to talent management implemented only half of companies surveyed (54%), a quarter has 
considered them as unimportant and another quarter to expensive. 
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Among the important HRM practices oriented onto life stages employee has been stated providing feedback to 
employee performance and communication between him and his immediate superior. Formalized performance 
assessment is realized by 81% of organizations in the sample, which can be considered positive tendency, 
nevertheless the results are not sufficiently further re-utilized. The reward system is linked to the performance 
assessment in 77% organizations, link to the education and development declares only less than half (46%), while 
for the needs of personnel planning it is only 20% of organizations using the information. The processes of 
assessment as well as the methods applied in Slovak organizations still contain substantial deficiencies. Only a 
quarter of companies enabled involvement of employees into the process of their evaluation, only 38% of these 
evaluation results are directly communicates through the evaluation interview. This can be a significant barrier to 
individualize treatment of employees, as well as forms of communication and employee management. Organizations 
in Slovakia prefer to realize the communication bottom - up as well as top – down in the form of regular working 
meetings and communication throughout employees' representatives, also electronic communications. Direct face to 
face communication, which is the basis of HRM oriented onto life phases hasn’t been very popular.  
4. Conclusion  
Demographic and social development in the near future is expected shortage of professionals in certain sectors, 
professions and regions. Businesses will therefore need, in this context face two fundamental challenges. On the one 
hand, to formulate strategies for competing in the labor market changed conditions, on the other development of 
employees’ potential to further competitive performance at a high level and practices to stabilization in the long-
term. On the way to responding to these challenges leads through high individualization of treatment of employees 
both at the phase of recruitment, as well as in the process of development and utilization in the organizations. The 
solution is adopting principles of the approach to HRM focused on the life and career phases of individual 
employees. It will establish the desired balance between private and working life of employees and support their 
commitment and work performance. It also supports building employer brand at the labor market. Organizations 
operating in Slovakia would have to accept fundamental changes within the approach to HRM when it comes to such 
challenge. Still preferentially concentrated on younger employees, in whom they see their high potential for 
simultaneous use, categories of older workers are not appreciated by adequate attention yet. However, the systems of 
HRM, contain the potential for personalized attitude to employees meanwhile application of comprehensive holistic 
concept. That is the way, which in the future may be the source of the ability of our organizations to compete in the 
European labor market.  
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